Communication within organizations in a global environment requires effective internal and strategic planning at the executive level. Previous studies indicate that measurement is a key factor in assessing the needs and success of global communication within an organization. Survey questions were used to measure satisfaction responses from 650 local and 110 global employees in a technology division of a large manufacturing company. In this case study, employees expressed the need to connect team members through face-to-face meetings, employee webcast meetings, web chat forums, and an updated employee networking site. The findings formed the foundations for recommendations for strategy, objectives, and tactics within the organization.
INTRODUCTION
Effective executive-level communication has a long history with origins in rhetoric and business practices (Reinsch, 1996) . In current times, one of the most notable organisational theorists, Chester Barnard, note that "[t] he first function of the executive is to develop and maintain a system of communication" (Barnard, 1938, p. 256) . This field of study was expanding as Angrist (1953) measured the frequency and value with which 273 business executives used various communication strategies. The implications were that successful business executives need to make sure that orders, plans, policies, and agreements were clearly understood by employees. Angrist's study showed that systematic information could be used to train executives in business communication skills. In the next phase of research, Bennett (1971) explored business
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Our firm has found in a lot of leadership that CEOs have just not had the opportunity, because of present business, to think about how they can be visible to make their leadership skills more apparent. And credibility has a direct relationship to visibility. When we've looked at organizations that have high communication profiles and good ratings in a number of dimensions around communication, we find that they found ways to make the leadership visible. (Moore, 1996, p. 18) Horton (1991) created a tool that corporate communicators could use to determine their position within the organisation. According to this scale, there are four positions one can hold: leader, counsellor, implementer, and outsider. The scale instructs users to complete the questionnaire and self-assess their skills and involvement. An example of the questions posed is: "Are you involved in developing the plans for issues and/or crises at your company?" The survey is designed to identify the role each communicator plays in communication management within the organisation, and answers the question: "How am I doing?" Geddie (1995, p. 8 ) also found telling comments in a survey of executives in and around Dallas, Texas. They recommended, "[c]ommunicating through a shared voice. In all communication, both internal and external, articulating our company personality in the same way. Develop a corporate strategy which defines what the corporate voice should be and how it should be used in each type of communication." The executives also recommended, "[c]ommunicating timely, relevant information to a highly functional, diverse, and geographically scattered work force by keeping closer tabs on current issues and challenges facing our operations." By 2005, internal communications had become part of management strategy, and was seen as a significant contributor to employee motivation. The relationship between supervisors and employees had advanced, and communications, especially in times of organisational change, was made a priority. Richard Dolphin's (2005) article, "Internal Communications: Today's Strategic Imperative", consists of unstructured interviews from a small sampling of industry and public service organisations. The critical difference observed from this study is that internal communications was beginning to focus on relationship building rather than just distributing information. Researchers also need to remember that team members separated by time, distance, and/or culture often struggle with issues of trust, conflict, and potentially divisive subgroups. Now that global virtual teams are becoming increasingly common in organisations, it is important to understand how to minimize such interactional difficulties (Scott, 2013) .
The perception of communication managers within an organisation as experts who are able to give valuable advice and enable others is crucial for building a strong identity as communication experts (Zerfass & Franke, 2013) . Having the opportunity to observe a corporate team and the formation of an executive-level plan helps to further develop our understanding of communication strategies. Thus, this study focused on a single organisation and asked two research questions: 
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METHOD
This study looked at one particular global manufacturing company in order to gain an understanding of how executives created an effective communication plan with employees working in global teams. The feedback from employee satisfaction surveys distributed every two years regarding the executive who oversees 760 global employees has been positive. In particular, the global employees have been identified by the organisation as being productive while delivering quality products to customers.
Research Setting
The organisation is Seneca Tech (pseudonym), a large U.S. multinational corporation with 760 employees. Of those employees, 650 are located in the United States, and where the senior vice president is located. The company has a highly educated, self-motivated workforce in this technology division and the organisation's goal is to keep top talent and minimize attrition. The new corporate culture is introducing the use of global teams among new and tenured employees. Access for the research was gained by permission from a senior vice president.
Participants A significant number of the employees are new to the organisation. Four percent of employees have been with the company for less than a year and 23% of the employees have been with the company for fewer than two years. The goal is for the teams to feel more connected with one another and with the senior vice president.
Data Collection
To gain an understanding of how the senior vice president engineers and implements a communication plan within a global environment, this study combines observation with interviews, followed by a thematic analysis. The combination of observations and interviews allows the researchers to verify and validate the data that has been collected (Lindlof & Taylor, 2002) .
Observation. We observed the senior vice president in several meetings with the upper-management staff to discuss the status of the global teams. At first, there was no plan in place to meet the goal of making the team feel more connected. The preferred method of communicating with employees was face-to-face meetings. However, roundtable discussions with team members were irregular and unproductive. Quarterly meetings were discussed as a way to better communicate with the teams and the need for scheduling was identified. At the time, there was also no regular contact from the executive with the 110 global employees, although, occasional patent awards and yearly recognition was taking place. Managers were visible every day or every other day locally. The other global visits to team member sites by managers would perhaps occur once a year.
Interviews. Following the team observations and an initial analysis of the data gathered during the upper-management staff meetings, we interviewed the senior vice president, an upper-management staff member, and five team members from the United States. After taking notes on responses to semi-structured, open-ended questions, some adjustments were made to the executive-level communication plan based upon staff members' questions: Are regular roundtables attainable? What should be reported in all employee meetings? Who will listen? Will they care? Can we measure this? Will this make a difference? Management Satisfaction Survey. The upper-management staff shared their survey results from two years prior to the executive communication plan and then the staff conducted the survey again six months after the new executive communication plan was in place.
Data Analysis
The data were collected from the observations of the upper-management staff team, and interviews with the senior vice president, an upper-management staff member, and five team members from the United States. The researchers used thematic analysis to identify recurring or common themes from the observations and the interviews (Green & Thorogood, 2009; Lindlof & Taylor, 2002) . Broad themes emerged and the researchers identified and coded them. The themes were further analysed and organised into patterns. The researchers reviewed the data and provided triangulation of the findings to ensure the accuracy of the findings (Lindlof & Taylor, 2002) .
Research Findings
RQ1 asked what communication strategy executives use to be effective with global teams. The observed planning meeting involving the senior vice president and the upper-management staff used a strategy based upon a prior management survey and feedback from employees. Arnold (1988) suggests that corporate communicators develop a strategic plan directly linked to the long-and short-term goals of the business plan. Table 1 shows the strategy was to use a variety of communication tools and consistent messaging to engage employees at every location. The seven objectives are: the need to connect the team; increase visibility to employees and vice versa; retain top talent; drive goals and objectives; encourage best practice sharing; recognize and award employees; and expand methods for reporting concerns. The tactics are outlined in Table 1 and are discussed further in Table 2 . Arnold (1988) advocates communication tactics that can be quantified and evaluated in terms of business results: "Be accountable for achieving business objectives, not just the successful execution of communication tactics" (Arnold, 1988, p. 12) . In addition, what decision makers really want to know are supported arguments, figures, and benchmarks, but that is lacking in communication strategies. Tactics need to be clear, quantifiable, and demonstrable ( Van der Jagt, 2005) . The observed planning meeting involving the senior vice president and the uppermanagement staff contained five tactics based upon a prior management survey and feedback from employees. The first tactic, Face to Face, refers to a senior vice president casually connecting with employees one on one, and maintaining an open flow of communication. This involves all employees for the monthly walk-abouts where the senior vice president walks through team members' work environments while stopping to interact. In addition, the senior vice president visits other company global locations as travel allows. Mishra, Boynton, and Mishra (2014) support this because their research shows executives and employees believe that face-to-face communication between an employee and his or her manager was the most effective channel. Furthermore, these executives found that face-to-face communication reduced turnover and promoted a sense of community among employees.
Second, "roundtables" refer to the way in which a senior vice president can provide two-way communication opportunities with employees selected by Human Resources on a bimonthly basis. Attendees have opportunities to submit topics and questions for the discussion. Third, the employee meeting/webcast is an opportunity for the senior vice president to connect with employees, share key messages, and recognize achievements. The audience is comprised of all local employees and the webcast is offered to the employees biannually. Fourth, the web chat forum provides an open, anonymous forum for employees to ask questions and includes all global employees. The final tactic is an email/employee networking site that allows all global employees to update other employees of progress on goals and objectives. The measurements are outlined as well. 
DISCUSSION AND CONCLUSIONS
Overall, employees were more satisfied with the senior vice president. These findings support the research done by Men (2014) , who found that executives' use of face-to-face channels is positively associated with employee satisfaction. For example, Robles (2012) identified the top 10 interpersonal skills as perceived the most important by business executives: integrity, communication, courtesy, responsibility, social skills, positive attitude, professionalism, flexibility, teamwork, and work ethic.
In the present study, team members felt more knowledgeable about the company and new employees were better integrated into the corporation as shown in Geddie's (1995) earlier study in which employees' demands on senior executives were taken into account. Topics employees wish to hear about from their CEO include the future of the organisation, overall corporate strategy, major changes, and feedback. Some aspects of the plan in this study remained in place within a year of implementation. For example, the web chats continued because team members appreciated the anonymity. The employee networking site was also considered highly successful even after a long implementation. As Lindeborg states, "[c] hief executives said the return on investment of their communication function was 184%, or nearly two dollars for every dollar spent" (Lindeborg, 1994, p. 11 ).
However, the employee webcast biannual meeting was discontinued because the senior vice president felt uncomfortable with the video. Perhaps this is related to what Gray and Robertson (2005) suggest that the communication tactics we use need to be effective in genuinely connecting with others. For example, global travel, intranet, email, video streaming, and newsletters can be used to support face-to-face communication with executives. A key point is that the media efforts should develop relationships, not simply convey information. In addition, Morgan, Paucar-Caceres, and Wright (2014) caution that within the global virtual team, a lack of consistent and routine communication can create a high level of misunderstanding and misinterpretation.
The purpose of this study was to identify a communication strategy and tactics that executives can use that would be effective with global teams. The organization in this study successfully engineered an executive-level communication plan involving employees at all levels of the company. The tactics, purpose, audience, frequency, and measurement of the plan were all clearly outlined. Communicators have a tremendous opportunity to help managers and leaders unlock engagement and see performance soar (Sparrow, 2012) .
